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CHAPTER I
INTRODUCTION
During the 1960's the subject of discrimination against
nonwhites was widely discussed in the United States, Legisla
tion intending to combat various aspects of the discrimination
problem was introduced and passed. A substantial body of
recent economic literature has been developed on this subject
and related topics such as manpower utilization and poverty.
Becker, in the Economics of Discrimination, defines
discrimination, and Ross, in the Negro in the American Economy,
shows how, not only that the Negro benefits by less discrimina
tion, but also the economy. This project seeks to assess the
influence of race and discrimination in employment, as evidenced
by relative incomes and job opportunities of whites and non-
whites. This project is addressed to the topic relating to the
intensity of employment discrimination.
Recent economic research has accumulated as substantial a
body of data on the subject of employment discrimination against
nonwhites. Batchelder's Decline in the Relative Income of
Negro Men compares relative income between the periods 1949 and
1959. Moynihan's Crisis of Confidence statement presents not
only the economical aspects but also the psychological aspects
of discrimination. Yet, many questions remain unanswered.
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We know very little about why the intensity of discrimination
is stronger in some occupations than in others. Economists
do not fully agree on the contribution of various factors,
including employment discrimination to the income differentials
between whites and nonwhites. We do not have adequate estimates
on differences in the intensity of discrimination between
sectors and occupations. We know very little about why occupa
tional differential changes or fail to change over time. This
study cannot, of course, fully answer these questions. However,
it is addressed to them and does present evidence and theory
useful to their resolution.
This study is directly related to the efficient use of
manpower and current policy. Knowledge of the extent and inci
dence of racial discrimination within and between occupations
in urban areas of the United States would seem highly relevant
to current policy issues both in the area of civil rights and
equal opportunity in the task of manpower training and employ
ment in urban areas.
Finally, this study will present a comparison of 1960 and
1970 estimates of discrimination, indicating changes in the
intensity of discrimination by occupation during that period.
CHAPTER II
THEORY OF EMPLOYMENT DISCRIMINATION
Becker, in his book on discrimination, specifies three
types of employment discrimination: (a) employer discrimina
tion against employees; (b) consumer discrimination against
employers who employ nonwhites; and (c) employee discrimination
against fellow employees with whom they do not wish to work.1
Employers who were willing to pay a premium for not hiring
nonwhite labor could be expected to be evenly distributed
among different occupations and industries. Unless employers
discriminated against nonwhites in specific occupations rela
tively more than other occupations there is no reason why
employers' discrimination should affect the occupational
distribution of whites and nonwhites in a competitive model.
Consumer discrimination may well be stronger in some
occupations and industries than in others. In some occupations,
the consumer would have more direct contact with nonwhite
employees (sales, waitresses, college professors, nurses,
doctors, dentists, etc.). In other occupations the consumer
would have very little direct contact with individuals who
provide a service. The consumer of telephone service does not
iGary Becker, The Economics of Discrimination (Chicago,
1957), pp. 1-30. ~
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know whether the lineman is white or nonwhite. The color of
the assembly-line worker is unknown to the purchaser of a new
automobile. Thus, even under perfect competition, we would
have reason to believe that consumer discrimination would
affect the distribution of whites and nonwhites among occupa
tions, and intensify discrimination in occupations with con
siderable employee-consumer contact.
Additionally, consumer discrimination may be stronger
against nonwhites in some occupations than in others. Consumers
might not mind dealing with nonwhite employees such as nurses'
assistants, domestic servants, and bellboys doing menial tasks,
but still might be willing to pay a premium not to deal with
nonwhite employees in more professional capacities such as
lawyers, accountants, and doctors.
Employee discrimination would also affect occupational
distribution. In some occupations there is much more contact
between employees than in others. Certain types of machines
might be entirely operated by one individual having little or
no contact with other employees. Other occupations may require
constant contact with large numbers of fellow employees. In
addition, employees may have objections to working with non
whites in certain capacities. White employees may not object
to a nonwhite under them, but would object to a nonwhite fore
man or supervisor. Thus, if employee discrimination is present,
occupational differences between whites and nonwhites will result.
Prejudice against a minority has long been recognized as
an incentive for majority discrimination against that minority.
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However, factors other than prejudice may also be quite impor
tant in explaining discriminatory actions. Institutional
arrangements give some groups both incentive and power to
discriminate effectively against a minority, even if there is
no prejudice. Since minority groups would often be "price
cutters," there is an incentive to exclude them because they
are competitors. Just as tariffs are often promoted by domes
tic producers as a method of eliminating lower priced foreign
competition, so discriminatory barriers may be raised to protect
majority workers of an occupation (or industry) from competition
with a minority willing to offer its services at a lower price.
And just as tariffs do not necessarily indicate anti-foreign
sentiments, so some discrimination may flow from protectionist
policies rather than prejudice. Thus, discriminatory policies
may be induced by economic interest of certain groups in pro
tecting themselves from competition with workers willing to
accept employment at a lower wage than is enjoyed by the
discriminating group. Some occupational groups, particularly
highly unionized groups having control of occupational entry,
are in a stronger position to exclude price cutters by control
ling job opportunities than are others. We should expect
discrimination to be stronger in those occupations.
Since both the theory of discrimination and existing
institutional arrangements suggest that the intensity of dis
crimination will vary among occupations, how can we estimate





If discrimination were not present against nonwhites,
employers would be indifferent between hiring whites and non-
whites of equal employment capacity. Assuming homogenous
labor, the expected value of both the relative wage rate
(ln/lw) of nonwhites to whites in occupations would be unity
(see demand curve D, Figure 1).
FIGURE 1
INFLUENCE OF DISCRIMINATION ON THE
RELATIVE PERCENT OF WHITE AND
NONWHITE LABOR FORCE IN AN OCCUPATION*
p
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Discrimination indicates that whites and nonwhites are
not perfect substitutes -- whites are preferred. The demand
for nonwhites relative to whites will shift downward (Df),
indicating employers are willing to pay a premium to hire whites.
As indicated in Figure 1, both the relative employment rate
and the relative wage rate will decrease to less than unity.
As discrimination becomes more intense in an occupation, the
demand curve D1 will fall and become more inelastic, indicating
nonwhites are less substitutable for whites.
As the wage rate of nonwhites in an occupation is reduced
due to discrimination, some nonwhites will attempt to shift to
other occupations where discrimination is less intense. The
supply of nonwhites in low discrimination occupations will
increase because of the greater intensity of discrimination in
other occupations. The market wage rate in low discrimination
occupations will be reduced by the increased supply of nonwhites
in those occupations. The lower wages in low discrimination
occupations will result in some whites shifting to high discrimi
nation occupations that are now more attractive to them.
2The elasticity of the market demand curve in Figure 1
will also be affected by variance in intensity of discrimina
tion among firms. Since some firms hiring employees in occu
pation A may discriminate very little, there will be some non-
whites demanded at a wage rate at/or very close to the white
wage. As the wage rate of nonwhites decreases relative to
whites, firms with a higher preference for discrimination will
begin hiring nonwhites.
3The wages of white labor in high discrimination occupations
are increased because of discrimination. Discrimination acts
as a tariff, restricting entry of nonwhite labor --a competitive
factor of production.
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These supply shifts -- whites to high discrimination occupa
tions -- will amplify employment differences (ln/lw) and
reduce wage differences (wn/ww) within occupational classifica
tions.
The supply shifts indicate why the relative wage rate
within an occupation, particularly a narrowly defined occupa
tion, is not likely to be a good measure of discrimination in
that occupation. If the intensity of discrimination is high
in an occupation, nonwhites will shift from that occupation to
another, leaving largely nonwhites who cannot find employment
with low discrimination. Since discrimination will increase
the market supply and reduce wages in low discrimination occupa
tions, whites will shift from those occupations. The reduced
supply of whites will tend to increase the white wage rate in
low discrimination occupations. The variance in wage differen
tials between occupations is likely to be small, but the variance
in relative employment (ln/lw) can be expected to be large.
If a comparison is made between whites and nonwhites of
equal labor force capacity, the relative wage rate is an index
of wage discrimination in the occupation. The relative employ
ment rate is an index of job opportunity discrimination (see
Figure 1). The higher the relative wage rate (in the no
discrimination case we would expect it to be unity), the less
intense wage discrimination in the occupation. In occupations
that are good alternatives for nonwhites, we would expect the
employment rate (ln/lw) to be greater than unity. The larger
ln/lw (in excess of unity), the greater the over-representa
tion of nonwhites in the occupations.
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If discrimination is low in an occupation, we would expect
both wn/ww and ln/lw to be relatively high. If wage discrimina
tion is intense in an occupation, we would expect both relative
employment and wage rates to be small. In some occupations,
institutional arrangement and tradition may make it difficult
to use wages as a method of expressing preference for discrimi
nation. If discrimination is strong in such occupations, job
opportunity may act as the outlet for discrimination. If this
is the case, wn/ww may be high, but ln/lw would be low (less
than unity). We proceed to estimate both wage and job oppor
tunity discrimination among occupations, recognizing the variance
in relative wage rates is likely to be small.
CHAPTER III
DISCRIMINATION FOR MAJOR OCCUPATIONAL
CLASSIFICATIONS IN 1960
In this section, educational and regional adjustments
are made in an effort to compare whites and nonwhites of
similar employemnt capacity. The 1960 Census data are
used to derive a hypothetical "expected" occupational
distribution of nonwhites given their educational and re
gional distribution, and assuming nonwhites similar to whites
in these productivity characteristics are distributed among
occupations in the same manner as whites.4 Essentially, the
hypothetical occupation distribution is an estimate of lw
(Figure), if whites had the education and location char
acteristics of nonwhites.5
The expected number of nonwhites E(ln) in the ith
occupation is:
6 Q> )
ECln) = £we • ne) where
e=l (It we)
Owe = education distribution of whites if they
were distributed as nonwhites
4U. S. Census of Population: 1960, Subject Report,
PC(2)-5B, Occupation by Earnings and Education,
Tables 8 and 9.
5If the educational and regional distribution of the
two populations were identical, the "expected" hypo
thetical occupational distribution of nonwhites as
the same as actual white occupational distribution.
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It = Total number of whites in major occupational
classifications
ne = Nonwhite educational-educational cell**
we = White educational cell*
The expression for major occupation yields an estimate
of the number of nonwhites that would be in the occupation
if similarly educated whites and nonwhites had the white
occupational distribution.^ Since nonwhites have less
education than whites, the expected percent of the nonwhite
labor force in the higher occupational classes will be less
than the actual white percentage. The opposite will be true
for the lower occupational classes where the representation
of those with less education is greater (See Table 1 and
Appendix for example 1A)
nonwhites had the occupational distribution as
whites.
'Ideally, the expected number of nonwhites within an
occupational class should include an adjustment for the
greater scholastic achievement level of whites in addition
to the adjustment for quantity of education and regional
distribution differences. Due to data limitations it was
not possible to make such an adjustment. The estimates of
the expected percent of the nonwhite labor force in higher
(lower) occupational classes will be biased upward (down
ward) due to failure to make allowance for the scholastic
achievement differential. Therefore, the estimates of job
opportunity discrimination are upward biased for high
occupational classes, and downward biased for lower occu
pational classes -laborers, operatives, and most service
occupations.
* an original formular
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If the actual number of nonwhites exceeds the expected,
the estimated employment ratio, (ln/lw), will be high. If
wn/ww is also high, the data could be consistent with rela
tively low discrimination in the occupation.
If wage discrimination is strong in an occupation,
(wn/ww is low), we would expect both the nonwhite/white
income ratio and the employment ratio to be small. fLess
than unity). If only job opportunity discrimination is
strong and wages are not an outlet for discrimination, we
would anticipate the employment ratio to be small even
though the nonwhite/white income ratio may be high.
Table 1 presents the actual white and nonwhite and
expected nonwhite occupational distribution for major occu
pational classifications for 1959. The results suggest that
the white-nonwhite employment differential is greatest among
sales, managers, officials, and proprietors in major occu
pations for both males and females. The actual percent
of the nonwhite labor force in sales was only 17.9 percent,
of the expected in the case of males and 19.2prcent for
females. The under-representation of nonwhites as managers,
officials, and proprietors was slightly less than for sales.
The nonwhite/white income ratio was also smaller for these
two occupations than for any other non-farm occupation in
the case of males.
For males the data suggests that employment differen
tials decrease as one descends the occupational ladder. The
exception is clerical and kindred workers, and to a lesser
degree, professional and technical. Nonwhite males are
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income differential is smaller in this occupation than in any
of the other major occupations. This would certainly suggest
the clerical occupation for males is a low discrimination
occupation. Both employment and wage differentials are less
for professional and technical workers than for managers,
officials, proprietors, sales and craftsmen for both males
and females. As might have been expected, ratio was greatest
for operatives, service and laborers.
While the laborers occupation is estimated to be low
in discrimination in the case of males, the opposite is true
for females. The adjustment employment ratio was only 5.8
percent for female laborers. Nonwhite females are also
under-represented in the craftsmen and foremen classification.
While .5 percent of nonwhite females are craftsmen and foremen,
the expected percent is 8.9.
The data in Table 1 differs slightly from that in Table 2.
Inbrder to make a comparison with 1970, the data for the
United States and by region were obtained from different
sources. Consequently, actuals differ.
Table 2
Estimates of the Adjusted Relative
Wage and Employment Ratio of Non-
whites and Whites for Major Occupa-













































































































































Table 2 indicates both employment and income differen
tials according to region and sex. The results suggest that
the under-representation of nonwhites is greater in the South
than the North for all non-farm occupations except professional,
laborers, and service. However, there is little difference
in the ordering of employment differentials between the North
and South. Nonwhites in both the North and South are most
under-represented in sales, managers, officials, proprietors,
and craftsmen. The magnitude of the income differential is
smaller for every occupation in the North than the South,
but again there is little difference in ordering.
As in the case of males, nonwhite females are relatively
under-represented most in sales, managers, officials, and pro
prietors. However, there is a difference in the case of cleri
cal and operatives occupations. While nonwhite males are
slightly over-represented in these two occupations, non-white
females are greatly under-represented. This is particularly
true of the nonwhite females in the South. While 16.9 per
cent of the nonwhite female labor force would be expected in
clerical occupations in the South, the "actual" is only 3.5
percent: an employment rate of 20.6 percent. For operatives
in the South, the expected was 29.7 percent but the actual was
only 9.7 percent --an employment ratio of 32 percent. Since
operatives and clerical workers compose 45 to 50 percent of the
female labor force, strong discrimination in these occupations
is likely to have a significant influence on the income of non-
white females unless they have comparable alternatives.
CHAPTER IV
DISCRIMINATION AGAINST NONWHITES IN INTERMEDIATE
OCCUPATIONAL CLASSIFICATIONS IN 1960
The intensity of discrimination will differ among inter
mediate occupational classifications within a major class. The
intermediate classifications contain information that is with
held due to aggregation by the major classifications.
Ideally, one could estimate both wage and employment
differentials between similarly educated whites and nonwhites
for intermediate occupations by the same method as was used
for major classes. However, data is insufficient for such
adjustments. Data is available for median income for the total
population and nonwhites according to sex for intermediate
occupations and can be used to approximate the nonwhite/white
income ratio. In addition, data is available on the number of
whites and nonwhites in intermediate occupations according to
sex and region.
The educational requirements for intermediate occupational
classes are usually quite similar to the major classification
of which they are a part. If the ratio of nonwhites to whites
in an intermediate occupation is the same as for the major
classification we could estimate that the employment differen
tial of the intermediate occupation is approximately the same
as for its major class. If nonwhites are a larger (smaller)
17
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percent of the intermediate occupational classification than
in the case for the major class, this indicates the employment
differential is less (greater) for the intermediate than for
the major occupation. Thus, by adjusting the previously esti
mated employment ratios for major classes, we can estimate the
employment ratio for intermediate classes.
Appendix (Tables 1 and 2) contain estimates of the employ
ment and wage differentials of nonwhites relative to whites
according to sex for intermediate occupations. The data clari
fies a number of factors that were concealed by the aggregate
data.
Among professional occupations, teaching occupations are
relatively good alternatives for nonwhites. Nonwhite males are
over-represented in elementary and secondary teaching, musicians
and music teachers, teachers (NEC), and highly represented
among college presidents and professors. Nonwhites are highly
under-represented as lawyers, electrical engineers, mechanical
engineers, sales engineers, accountants and auditors, and
industrial engineers.
12 lA = 1m1na where
nm
1A = Employment ratios for intermediate occupation A
lm = Employment ratios for major occupation containing A
lna = Nonwhite percent in A
nm = Nonwhite percent in major occupation containing A
Employment ratios for major occupations are contained in Tables
1 and 2 for the United States, North and South. Also see note
of Table 1, Appendix for additional information on estimates
of adjusted relative employment and income differentials between
whites and nonwhites.
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Not only are nonwhites over-represented in teaching, but
also this over-representation is greater in the South than the
North and must be one of the results of school segregation.
Nonwhite teachers have been protected from competition of whites
due to segregation in schooling. ^
Both the income and employment differentials are small for
professional females. While nonwhite females are under-repre
sented by 18 percent, employment discrimination in professional
occupations is relatively low because two-thirds of all profes
sional females and 77 percent of nonwhite females are either
teachers or nurses. Both of these occupations are relatively
low in discrimination. Very few females are in the occupations
listed above as high discrimination professional occupations.
Both quantity and income differentials are high for inter
mediate occupations of the managers, officials and proprietors
classifications for both males and females. Income differen
tials are slightly lower for intermediate sales occupations,
while employment differentials remain high. This is particularly
true for females. For example, the wage differential for female
sales clerks was only 1 percent, but the actual number of non-
whites was only 21 percent of the expected. Data indicates
that job opportunity is the primary outlet of expressing discrimi
nation against nonwhite females in the sales occupations.
13Marshall Colberg, "Human Capital in Southern Development
1939 - 1963/' (Chicago, 1965).
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The intermediate clerical occupations classification
indicated why nonwhite males were slightly over-represented,
while females were highly under-represented in the major
clerical occupation. Most intermediate clerical occupations
that males dominate are low discrimination occupations. Sixty-
three percent of all male nonwhite clerical workers are in five
relatively low discrimination intermediate occupations -- postal
clerks, shipping and receiving clerks, mail carriers, stock
clerks, desk and store keepers, and public administration clerks.
Employment discrimination appears to be intense against non-
whites in other intermediate clerical occupations. The actual
number of nonwhite females is less than 30 percent of the
expected for bank tellers, bookkeepers, payroll and time keepers,
receptionists, secretaries, stenographers, telephone operators,
and clerical workers in manufacturing transportation and real
estate. These occupations are dominated by female workers,
resulting in a low employment ratio of nonwhite females in the
major clerical occupations.
The evidence indicates that discrimination against nonwhite
females in clerical occupations is largely employment discrimi
nation. In most of the intermediate occupations, the median
income of nonwhites is at least 90 percent of the median income
for the total population and for several the nonwhite/white
median income ratio is greater than unity (see Appendix, Table 2).
Employment discrimination is high in several intermediate
craft occupations. The actual representation of nonwhites is
less than 30 percent of the expected for highly unionized occupa
tions like compositors and typesetters, telephone and telegraph
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linemen and servicemen, stationary engineers, electricians,
manufacturing foremen, inspectors, air-conditioner and refrig
erator mechanics, printing pressmen, tool and die makers, loco
motive engineers, machinists, tinsmiths and sheet metal workers.
In addition, the income differential is greater than 25 percent
in most of these occupations. The employment differentials may
actually be an under-statement of job opportunity discrimination
in these occupations because of differences in unemployment rates
between nonwhites and whites. If nonwhites spend more time
unemployed, it could increase the income differential without
affecting the employment differential.
Job opportunity discrimination appears to be relatively
weak against male operatives. Nonwhites are under-represented
by more than 50 percent in only two of the intermediate opera
tives occupations -- apprentices, mine operatives, and laborers.
The opposite is true for female operatives. The income differen
tial is greater for female operatives than any other major
classification, except managers and officials. In addition,
nonwhite females compose less than 25 percent of the expected
number for assemblers, checkers and inspectors, textile knitters
and spinners.
Nonwhites are over-represented in most service occupations.
Policemen, firemen, guards and watchmen are exceptions. However,
employment differentials for these three occupations are biased
upward because the median years of education of employees in
these occupations are between two and two-and-one-half years
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greater than for the major service class. Wage differentials
between whites and nonwhites are low for these occupations,
indicating that job opportunity is the outlet for expressing
discrimination.
CHAPTER V
EMPLOYMENT DISCRIMINATION IN THE GOVERNMENT
AND PRIVATE SECTORS IN 1960
A theory of government discrimination is closely related
to a theory of political decision-making. To say the least,
such a theory is incomplete. Becker suggests that when two
political parties are closely divided, with a minority group
holding the balance of power, the minority is in a strong
bargaining position.14 It is possible for the minority views,
or views similar to the minority, to become government policy
even though the majority might prefer more discrimination.15
Since the minority groups often hold the political balance
of power in the United States for both national and local
elections, we might expect employment discrimination to be
less intense in government than in the private sector. In
any case, in the past decade government, particularly the
federal government, has developed a reputation as a low dis
crimination employer. This section investigates the claim
14Gary Becker, The Economics of Discrimination (Chicago,
1957) , p. 63.
15James Buchanan and Gordon Tullock, The Calculus of
Consent (Ann Arbor, Michigan, 1965), pp. 1-20.
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that government has a lower propensity to discriminate against
nonwhites than the private sector.16
The economy is assumed to be composed of a public and a
private sector, both of which hire white and nonwhite labor.
Within an occupational category the market demand is assumed
to be the summation of the demand of the government and private
sectors. The market supply is the summation of the supply of
whites and nonwhites within the occupation.
If discrimination were not present in either sector, the
wage rate within an occupational category would be the same for
both whites and nonwhites of equal productivity. If whites
and nonwhites have the same non-pecuniary preference toward
government (G) and private (P) employment, the "expected"
quantity of nonwhites (In) relative to whites (lw) employed in
G and P would be equal within occupational categories, (i.e.,
ln/lw are equal between the two sectors).
If discrimination is introduced into the private sector
but not the government, the nonwhite wage (wn) will decrease
and the white wage (ww) will increase in the private sector
within occupational categories.18 Since we would expect both
16My thinking on this subject has been influenced by my
employment with the federal government.
labor supply within an occupation is assumed to
be homogeneous.
18The argument can easily be generalized to include a
government that merely discriminates less than a private sector,
For simplicity, employees are assumed to be non-discriminators.
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color groups to have considerable mobility between the two
sectors, the reduction in wn in the private sector will result
in an increase in the supply of nonwhites to the government
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sector, reducing wages in that sector. The lower wage rate
in the government sector will encourage some whites to shift
to the higher wage private sector. These supply shifts --
whites to the private sector, and nonwhites to the public sector -
will reduce differences between the two sectors in the wage rate
of nonwhites relative to whites within an occupation.
In addition to mobility between sectors within an occupation,
as indicated in Chapter II, there will be some mobility between
occupational categories. Large wage differentials in "high"
discrimination occupations will repel nonwhites, while "low"
discrimination occupations will attract nonwhites disproportion
ately. Therefore, in addition to supply shifts between sectors,
supply shifts between occupations will tend to reduce wage
differences between high and low discrimination employment
classes, resulting in over-representation of nonwhites in the
low discriminatory sectors.
The supply shifts between occupations and sectors
indicate why employment differentials and not wage differen
tials are likely to be a more sensitive measure of intensity
of discrimination -- particularly if there is considerable
l^If the market wage rate in the government sector was not
reduced, another method of rationing the excess supply of
employees among jobs would have to be adopted. Government, like
other low discriminators, can obtain a given labor supply at a
lower wage by hiring a disproportionate number of nonwhite
employees. It is interesting to note that discrimination in
the private sector has the effect of lowering the costs of
government services.
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mobility between sectors and/or occupations. If discrimination
is less intense in government than in the private sector, we
would expect ln/lw to be greater in government.
Data are insufficient to directly compare income according
to color for public and private employment. However, the white-
nonwhite income differential can be estimated according to class
of worker by indirect methods. If the nonwhite-white income
ratio in government is higher than for private employment, there
would be a positive relationship between percent of an occupation
employed by government and income of nonwhites relative to whites
? n
within the occupation. Rasmussen, using the data of 255 inter
mediate occupational categories found that relationship to be
insignificant.21 These results would suggest there is little
difference between the private and government sector in the mag
nitude of wage differentials within intermediate occupational
classifications.
20David Rasmussen, "Determinants of Nonwhite--White Income
Ratio" (Washington University, 1969J, pp. 25-40"
21-The form of Rasmussen's regressive equation was
Y=a+biE+b2A+b3S+b4G. Where, Y is the ratio of median income
of nonwhites to the total population for males in intermediate
occupations; E is the ratio of the median years of education
of whites to the total for males in the intermediate occupa
tions ; S is the percent of males self-employed in the occupa
tion; G is the percent of males employed by government in the
occupation.
The equation was run across intermediate occupations of
major occupational classifications and for all intermediate
occupations. In each case, the percent employed by government















































The Percent of Nonwhites and Whites Employed
by Government by Occupation for Males in 1959
Source: The data is derived from 1960 Census (9, Tables 21 and 22).
Table 3 indicates that the proportion of nonwhite males employed
by the government in 1959 exceeded that of whites by 20 percent. Further,
when the data is disaggregated according to major occupations, the over-
representation of nonwhites in government is even more clear. The
percentage of nonwhite males employed in government is from 55 to 400
percent greater than whites for all nonfarm occupations except service
and laborers. Only in the service occupation are nonwhite males signifi-
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cantly under-represented in government.
^ Approximately 60 percent of the government service workers are
in protective service occupations -- policemen and firemen. Employees
In these two occupations are substantially better educated than those
other service occupations. The median years of education of firemen
and policemen is slightly more than 12, compared to 9.7 for all service
accupations (23). Thus the over-representation of whites in government
service occupations is partially the result of the higher educational
requirements for service occupations in the government sector.
?~ U.S. Census of Population: 1960, Subject Report PC(2)-7F,
Occupational Characteristics.
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As indicated above, the insignificance of the government
variable is not surprising, considering the expected high
degree of mobility between sectors and/or occupations. Relative
employment differences are likely to be the more sensitive
indication of intensity of discrimination.
Similar results are obtained for females and intermediate
occupational classifications. Even though the percent of non-
white females employed by the private sector as wage and salary
workers is greater than the government sector, the percent
employed by the government is greater than private employment
for every non-farm major occupation (Appendix, Table 3). Non-
white females compose nearly twice as large a percent of the
government labor for every major occupation except service and
laborers. The differential is particularly large for clerical
workers which compose nearly one-third of the female labor
force. In intermediate occupations such as accountants and
auditors, technical engineers, bookkeepers, cashiers, secre
taries, lawyers, shipping and receiving clerks, electricians,
foremen, stationary engineers, bus drivers, stenographers, typists,
and most others the percentage of nonwhite employment is from
two to four times greater in government than in the private
sector.
Not only are nonwhites over-represented in government
relative to private employment after adjustment for occupation,
but as would be expected, job opportunity discrimination appears
low in most government dominated occupations. Actual nonwhite
employment exceeds the expected for government dominated
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occupations like teachers, social workers, mail carriers,
postal clerks, public administration clerks, and hospital
attendants (Appendix, Tables 1 and 2). Only in the case of
firemen and policemen does job opportunity discrimination
appear strong in an occupation dominated by government employ
ment. 24
Except for the special case of teachers, the over-repre
sentation of nonwhites in government dominated occupations is
greater in the North than in the South. This is consistent
with Becker's hypothesis that government discrimination will
be less when two parties are closely divided with the minority
holding the balance of power. Since the two party system is
weaker in the South, and until recently, voter participation of
nonwhites was low, we would expect more government discrimination
in the South than the North.
This large over-representation of nonwhites in government
within most all occupational categories for both males and
females suggests the supply of nonwhites to government has
increased because it is the low discriminatory sector.
24as indicated in footnote 22, the estimated under-repre-
sentation in these two occupations is partially the result of
inability to hold quantity of education constant within the
service occupational classifications.
25Teaching is a special case because of the over-repre
sentation of nonwhites employed as teachers resulting from
efforts to maintain segregation in schooling. Increasing
integration of schools is likely to decrease the percentage of
nonwhites employed in that occupation.
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An expansion of a low discriminatory sector, ceteris
paribus, should result in an increase in the nonwhite/white
income ratio. However, one important consideration tends to
dampen the impact of such an expansion in the case of govern
ment. Government employment is highly human capital intensive. "
Table 3 indicates that the over-representation of nonwhites in
all occupations is much less than for the separate occupations.
These results stem from the fact that government hires more
highly skilled educated personnel than the private sector. The
structure of government employment is unfavorable to nonwhites,
since it tends to hire in those productivity categories where
the supply of nonwhites is small. Male professionals, managers,
officials, and clerical employees compose twice as large a
percent of the government labor force as in private employment.
On the other hand, operatives and craftsmen are 50 percent of
the private, but only 23 percent of the government labor force.
The government demand, relative to private, for employees is
small (large) in areas where the supply of nonwhites is large
(small). Thus, even though government is a relatively low
discriminatory sector, an expansion of the government sector
is unlikely to improve the income of nonwhites significantly
relative to whites unless it sacrifices efficiency by providing
its present services with more unskilled labor. Of course,
expanding the functions of government to include activities
26sixty-two percent of all employees in the private sector
had at least some high school education in 1960, while 77 percent
of all government employees had a similar educational level.2 7
2?U. S. Census of Population: 1960 Subject Report, PC(2)-
7F, "Industrial Characteristics," Tables 15, 21 and 214.
31
that require more unskilled labor could improve the relative
income of nonwhites, although the long-run justification for
such a policy is, at best, unclear.
The results of this section suggest that even though
differences in the nonwhite wage differentials between govern
ment and the private sector are small, the over-representation
within occupational categories of nonwhites in the government
sector indicates discrimination is less intense in that sector.
However, since the structure of employment in human capital
intensive government sector is less favorable to nonwhites than
whites, it does not follow that an expansion of the government
sector -- given its present functions will have substantial
impact on the nonwhite/white income ratio.
CHAPTER VI
DISCRIMINATION AGAINST NON-WHITES
IN MAJOR OCCUPATIONAL CLASSIFICATIONS
1960-1970
The method used to estimate the intensity of discrimina
tion in this section is the same as in Chapter Two. Data on
Occupational and Educational distributions was obtained from
the Handbook of Labor Statistics, 1971, U. S. Department of
Labor. Due to limited 1970 data, it is assumed that the Edu
cational distribution by Occupation for 1970 is the same as
for 1960.
If the actual number of nonwhites exceed the expected,
the estimated employment ratio (ln/lw) of Figure 1 will be
high. The data would then be consistentwith relatively low
discrimination in the occupation. If the actual number of
nonwhites is less than the expected, the opposite will hold
true and the data would be consistent with the relatively
high discrimination.
Table four presents the actual occupational distributions
for whites and non-whites and the non-white expected distribu
tion, for major occupational classifications for 1970. The
results suggest that the white-non-white employment differen
tials is greatest for sales, managers, officials and proprie
tors among major occupations for both males and females. The
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sties, 1971. U.S. Department of Labor, Table 19.
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was only 21.7 for males and 28.4 females. The under-repre-
sentation of non-whites as managers, officials and proprietors
was more than for sales.
Employment differentials are less for professional and
technical workers than for managers, officials, proprietors,
sales, and craftsmen for both males and females. As might
have been expected, the adjusted non-white/white employment
ratio was great for operatives, service and laborers.
Table five presents the employment ratios for 1960 and
1970 and the percentage change between those two periods.
Though there has been substantial change, both occupational
distributions are still similar.
For males, the greatest positive change was in the pro
fessional and technical occupational group, 66.0. Managers,
officials, proprietors, sales, craftsmen, and foremen changes
ranged between 01..8 and 17.4. The greatest negative change
was in the group of Farmers and Farm Managers -32.33.
For females, changes were similar to the males. The
exceptions were a decrease in managers, officials, and pro
prietors an increase in operatives and an increase in laborers.
These changes could not only indicate a decrease in
discrimination in major occupational classifications but also
a shift of the occupational distributions from one classifi
cation to another, as in the case of farmers,farm managers,
and farm laborers. Also with a greater percentage of females
in the labor force, women are now holding jobs that they did
not hold previously and/or that men no longer find desirable.
35
Table 5
Ratio of Actual Nonwhite to Expected Nonwhite Occupational






































































Source: Derived from Handbook of Labor Statistics 1971. U.S.
Department of Labor, TaFle 19.
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Table 6 presents for 1965 the actual, and for 1970 the
actual and expected distributions by totals and percentages
for the federal government. The changes between the two
peroids are also shown. As stated in a previous section, the
government sector is considered low in discrimination. The
13 and 15 percent totals support this theory, but a closer
look at the percentages by grade might draw a different con
clusion. Unlike the private sector, all changes in the govern
ment sector during this period for nonwhites were positive,
which would also be consistent with low discrimination, except
the changes were greater in the lower grades. The changes
range for 2 to 3. The ratio of actual to expected, suggest
that nonwhites are under-represented in the higher grades.
Because salary is paid by grades, this could indicate wage
discrimination rather than job opportunity discrimination.
This section suggests that though there has been some
overall change in the intensity of discrimination, nonwhites
still tend to be under-represented in the higher occupational
classifications in the private sector and higher grade classifi
cations. It also suggests that changes in representation of
nonwhites could be accounted for as a shift of the demand for
labor from lower to higher occupational classification, an
indication of an overall shift is apparent.
Table 6
Federal Employment by Grade:
(Number in thousands)
196S and 1970
































































Estimated from the Social and Economic Status of Negroes in the United States 1970
(Table 55).
CHAPTER VII
OBSERVATION ON THE PATTERN OF WAGE AND
EMPLOYMENT DISCRIMINATION AMONG OCCU
PATIONS
If discrimination is weak in an occupation, economic
theory would suggest nonwhites would be over-represented in
that occupation and the nonwhite/white ratio relatively close
to unity. If discrimination is strong, both the income and
employment ratio will be small. If employment, rather than
wages, is the primary outlet for discriminatory preferences,
the nonwhite/white income ratio might be relatively large,
but nonwhites still uider-represented in the occupation.
The theory of discrimination indicates that consumer
and employee discrimination will re-enforce employer dis
crimination. If consumers and employees avoid contact with
nonwhites, employers will be encouraged to hire whites rather
than nonwhites regardless of their prejudices. Therefore, we
would expect discrimination to be intense in occupations where
there is considerable contact among employees and between em
ployee and consumer. Estimates of relative wage and employ
ment rates in sales and managerial occupations are consistent
with the theory. After adjustment for quantity of education,
and regional distribution, the employment ratio of non-whites
to whites in the major sales occupation was 17.9 percent for
males and 19.2 percent for females in 1959 and 21.7 for males
38
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and 28.4 for females. In most intermediate sales occupations
the representation of nonwhites was less than one-third that of
whites in 1959 and less than one-half in 1970, even after adjust
ment for educational and regional differences. We would expect
both consumer and employee discrimination would reduce employ
ment opportunities for nonwhites in the managers, officials,
and proprietors major occupations. After adjustment for edu
cation and region, the representation of nonwhites in this
occupation was less than one-third the white for both males
and females. This large employment ratio differential may be
partially due to the inability to adjust the data for differ
ences in capital positions of nonwhites relative to whites. We
might have expected whites to be over-represented in proprietor
occupations because of their superior capital position. How
ever, the under-representation estimated to be high in pro
fessional occupations such as librarians, ediotrs, reporters,
artists, art teachers, accountants, and auditors.
The same is true for male clerical workers. If a non-
white male is a mail carrier, postal clerk, or shipping and
receiving clerk, discrimination is estimated to be low. How
ever, in most other clerical related occupations, discrimination
is estimated to be high.
The employment rate of nonwhites is substantially higher
for most occupations in government than in the private sector.
Since we would expect high employment mobility between the pri
vate and government sector, the over-representation of nonwhites
in the public sector is an indication that they find employment
opportunities more favorable in that sector.
Even though the government is a low discriminator, the
structure of government (human capital intensive), is unfavor
able to nonwhites. If the occupational structure of public
employment was similar to the private sector, the over-repre
sentation of nonwhites in government would be much greater.
While the data of this paper contain estimates for
both relative income and employment ratios for different occu
pations and sectors, they are only suggestive as to why dis
crimination is stronger in same employment areas than others.
Additional work will be required before we can develop a
complete theory of discrimination indicating the reasons for
differencesin the intensity of discrimination among occupations
and sectors.
CHAPTER VIII
SUMMATION AND SUGGESTIONS FOR FUTURE RE
SEARCH ON EMPLOYMENT DISCRIMINATION
There has been more research on the subject of employ
ment discrimination during the 1960s, than during any other
decade. This study, in addition to venturing into new re
search frontiers, adds to the accumulation of evidence in
areas of previous inquiry.
The data presented in this paper indicate that occupa
tional discrimination is strongest against nonwhite males in
sales, managerial, proprietor, and craft occupations. The
under-representation of nonwhites in the craft occupations
was greatest for skilled occupations that are highly unionized.
Data also indicate that nonwhites are over-represented
in the government sector, relative to the private. This would
suggest that discrimination is less intense in that sector.
However, the structure of government employment is highly human
capital intensive, thus less favorable than the private sector
to the skills and education of nonwhites.
While recent research has illuminated various aspects
of employment discrimination, many unanswered questions remain.
Income differences vary widely according to location. Even
after adjustment for quantity of education, there are considerable
differences in the nonwhite/white income ratio for urban areas
41
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of States. The same is true for SMSA's. These variations
may be the result of differences in occupational and indus
trial structure, institutional factors, and/or size of the
government sector in the employment market. A study of the
factors explaining the variation of relative income between
locational areas might yield insight into factors other than
prejudice that influence white-nonwhite differences and the
intensity of effective discrimination.
Both the data and theory presented in this paper sug
gest that some occupations and sectors offer more favorable
employment opportunities to nonwhites than others. More con
cise estimates of differences in the intensity of discrimi
nation is very intense against nonwhite males in professional,
managerial, sales and craft occupations. Since few females
are in craft occupations and professional occupations such
as nursing and teaching offer favorable employment oppor
tunities to nonwhite females, the pattern of occupational dis
crimination may be more favorable to nonwhite females than
males. Both occupational and income data indicate this is
particularly true for females with some college education.
Preliminary evidence suggests occupational differences in the
intensity of discrimination contribute to (a) differences be
tween males and females in the nonwhite/white income ratio ,
and (b) the large relative gains of nonwhite females in recent
years. Investigation of this hypothesis deserves future atten
tion.
After adjustment for the productivity factors of this
paper, the nonwhite/white income ratio for females, unlike
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males, was estimated to be unity or greater. A number of al
ternative hypotheses are consistent with this finding. First,
there may be less discrimination against nonwhite females than
there is against males. Second, the impact of color discrimina
tion may be small after the influence of sex discrimination is
considered. Third, the money income data may be a poor measure
of employment discrimination since non-pecuniary income is great
er for white than nonwhite females. Fourth, nonwhite females
may possess productivity characteristics compensated by our
economy in greater qantity than either white females or nonwhite
males. Effort should be made to isolate the importance of these
various hypothesis consistent with the white-nonwhite income
data.
This study presented evidence indicating the combined
federal, state, and local government sector was a low discri
minator relative to the private sector. Possible differences
between the federal, state, and local government units in their
employment policies toward nonwhites were not analyzed. Very
little attention has been given to possible regional differences
in the intensity of government discrimination. Both of these
questions should be investigated in the future.
This study presented evidence that there has been decreases
in discrimination between 1960 and 1970 in occupations labeled
as high discrimination in 1960. More study is necessary to
define areas affecting this change and the input of each.
While many unanswered questions remain, one thing can be
said with certainty. There is going to be continued focus,
by both the general populace and research scholars, on the
44
subject of employment discrimination against minority groups
in the foreseeable future. The relevance of scholarship to
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INCOME AND EMPLOYMENT DIFFERENTIALS BETWEEN
WHITES AND NONWHITES FOR INTERMEDIATE AND
MAJOR OCCUPATIONS ACCORDING TO SEX AND
CLASS OF EMPLOYMENT
Table 1A
Estimated Employment and Xncome Differences Between Whites
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Percent of Nonwhite Labor Force Median
in Occupation (Actual/ExpectecD_ Income
1 Major/Intermediate United Stated! South North NW/W
Secretaries








































































































































Tinsmith, sheet metal wkr. .436






Delivery Route Men .80
Filers § frinders, polishers .75
Laundry, dry clean opr. 3.41
Meat cutter .49
Mine operative § laborer .45































































































Occupation Percent of Occupation
Nonwhite
Percent of Nonwhite Labor Force
in Uccupation (Actual/Expected)
Median
Maj or/Intermediate United States South North
Income
NW/W
Taxi driver § deliver
Truck, tractor driver














































































































Note: The "expected percent of the nonwhite labor force
for all intermediate occupations is assumed to be
the same within major occupational classifications.
The expected percent of nonwhites for major occu
pations (intermediate occupations of the major class)
was derived using equation 1. The estimates of the
expected percent of nonwhites in an occupation assume
that nonwhites, with equal quantity of education as
whites, are distributed among occupations in the
same manner as whites (see text, Chapter III). These
estimates for major occupations according to sex and
region are contained in Tables 1 and 2 for major
occupational classes.
Column 1 of this table is the nonwhite percent of
employment in an intermediate occupation divided by
the nonwhite percent of employment in its major occu
pational class. Therefore, Column 1 indicates the
representation of nonwhites in intermediate occupa
tional classes relative to their major class. Column
2 is the ratio of employment differences (actual
divided by expected) contained in Column 4 of Table
1 of the text multiplied by Column 1 of this table.
The regional estimates of Columns 3 and 4 are derived
by identical procedure, using regional estimates of
employment differences contained in Table 2 of the
text.
The smaller (larger) the ratio of employment dif
ferences (Columns 2, 3, and 4) the greater the
under-representation of nonwhites (whites) in the
occupation after adjustment for quantity of education
and regional distribution differences.
Source:U. S. Census of Population: 1960, Subject Report,
PC(2) - 7A, "Occupational Characteristics" --
Table 9, 10, 25, and 26; U.S. Summary -- Finaj
Report, : Characteristics of the Population" --"
Table 205. Data is for intermediate occupations with
60,000 or more males.
Table 2A
Estimated Employment and Income Difference Between Whites and Nonwhites for


























































































































Porcont of Occupation—: Percent of Nonwhite Labor Force Median
Nonwhite in Occupation (Actual/Expected) Income





















































































































































Office Machine Operator \





Stock clerk, store keeper ;
Telephone operator
Typist



























































































































Source: Same as Table 3. Data is for female occupations of 30,000 or more. The derivation of
estimates is explained in the Note of Table 1 of this Appendix. Also see Chapters
and IV of the text.
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Table 3A
Nonwhite Employment as a Percentage of the
Total According to Sex, Occupation, and
Class for 1960
; Nonwhites as a Percentage of the Total
)ccupation




















Professional § Technical 2.54 4.62
Managers, office and Prop. 1.36 2.47
:ierical 4.89 2.59
lales 2.10 ; 2.60
raftsmen 4.56 6.78
)peratives 10.75 j10.13
ervice (excl. Private !
Household) 26.72 119.39
aborers 26.64 J23.15
otal 9.84 |l3.03 ; 10.98 =11.55
lource: Derived from U.S. Census of Population; 1960, Subject Report,












.6 § more years 2199
ctual White Males







6 § more years 3749
f White Males had the educational Distribution of Nonwhite Males (Owe)
ducation Total with Earnings Percent
otal 31508 (lt) 100
-7 years 14369 46
years 4046 13
-11 years 5927 19
2 years 4361 14
3-15 years 1545 5
6 § more years 1260 4
59
Calculations done by hand)
6
E(ln) = (Owe) . ne/we
e=l It
rofessional § Technical
E(ln) = (14369)
+(4046)
+(5927)
+(4361)
+ (1545)
+(1260)
(38/4892)
(73/5204)
(208/6535)
(587/8003)
(643/3125)
(2199/3749)
31508
- (14369)
+(4046)
+(5927)
+(4361)
+ (1545)
+(1260)
( -008)
( .014)
( .032)
( .073)
( .206)
( .587)
31508
= 115
57
190
318
318
740
3T508
=1738
31508
= 5.5
